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ABSTRACT 

White males represent -.nly 46 percent of the U.S. 
work force. Within a few years , 75 percent of those entering the 
labor force wili be Women cmd' Mnoritiesy according to the U.S. 
Department of Labor. The work force i^ getting smaller as well as 
changing in nature;. To attract and ke4p the most qiiiiif ied anci 
productive workers r businesses must, make changes in their management 
policies and practices^ that few employers or workers have ainticipated 
or are prepared for. Among the companies that have promoted the 
benefits of a multicultural, diversified work force are Procter and 
Gaiable> Digital Equipment Corporation, Avon, Xerox, Mobile 
Honeywell, Coigate-Palmolive, and;0rth6 Pharmiaceutical. For example, 
Prpcter and Gamble has established special mentoring programs to help 
bring women and blacks: into management by providing them information 
about organizational styles- of management, leadership, communication, 
and networking. Digital Equipment Corporation has started a program 
to create management awareness of attitudes and assumptions about 
iraices and genders and how those attitudes and a^^^ 
company and^ employee, pdlici^ To manage a diversified 

work force, managers must learn to be sensitive to t^e cultural 
influences among their employees. Cross-cultural training is also 
crucial to success in international markets, asU.S. companies 
compete in a global market and^ form joint ventur.es that require the 
transfer of employees across continents. (18 annotated resources) 
(CML) 



********************* **ie***'****iciticiticiticicisislcicicicisisititititititieitieieiei- fe********it** 

* Reproductions supplied by EDRS are the best that can be made * 

* from the original document. * 
*********************************************************************** 



piearihghouj^ Oh 
<|Bire^ and Vpclitipnai Education 




THE MUt7ICt)l.TURAL WORK FORCE 



H 



^ >hic data and labor trends con&m :vi^t is already 
knowartne traditional work force bf the past one composed 
larjgdilf of ^^e no IrageKddsts. Toaay» women and 
minontiesrrepresent.an inaeai^ of working 

Ameri^ns. with wUte m^ percent 
thqserempioyed. TherU«S* D^artmeht of I^bor projects 
that within a few years, 75. percent of all pco^ eiit^ing the 
work force^w^ womeii and ininonties; It other popula* 
tioagrbiips (Blacks, Hispanics, A^ans, and otheis^contmiie 
to tndease at the current ratvcid^iral. diversity i^ the 
iN^kpbce w31 

At die same,time^tfaat the work force is diangmg m nature, 
^it is also chapging in aze* Employers will find fewer entiy- 
leyel workers to select for mplqyment and the competition 
:f6r them win be:^eat To attract and I»ro^tfae most qusdi* 
fi^ aod^p^odudive wbrkersy^b^ to change 

their- management policies and practices. Althou^^change 
in all diii^is inevitable, the changes reqmred in pro^gres^ng 
firom a hom(^;c»eous to a multicmtural work fc^ce are ones 
Um tmp\0§ik^:m have ahtidpated or/afeprepared 

to addr^ ' - . _ . ^ . 

Aznoii 



pioneers promoting the benefits of a multicul- 
Bed^work force are companies like Procter and 
:Gambl(L .Distal >Eguibinent. OmoratioiL Avon, Mobile, 
Xerox; Hqnevv^U, Comt ana Orthb Pharma- 

ceutidu,asuDsidiary ofJoU lliesecom- 
panies^ afe.tinitiating ^to^tiaai toj helpV their./empbyees 
understand thdr organizations and each other., Proctorahd 
Gamble, for example, has e^blished spedal mentoring pro* 
grams to help bring wonien and Blacks into the mainstream 
of cdmpsmv numagemeht (Copeland 1988c). Such programs 
are needed to danfy for women and minorities the unwritten 
rules and odtural values of an organization. Mormation 
about organizational s^es of management, leadership, com* 
municatiom^and networking must, oe communiditea to this 
^set:::of;.workers-so-they^too^can navigaterupv^ in-the 
company*. 

To address the multicultural characteristics of the work 
;force. Digital Eqm|ment Cbrporation (Copeland 1988cy 
initiated a "value diuerences*' j^ogram to create management 
awareness of stereot)fpes**attituaes and assumptions about 
races and- genders-and : how they influence company/ 
employee p^qes and behaviors. Dissatisfied mth him joD 
tumovdr and lack of female and minori^ representation in 
upperimanagemen^-^ and 
boafdbf diredors hired a consultant tb.cohduct for tibem a 
3^y workshop on the same topic (Copeland 1988c). Later, 
they ofTcredjthe workshop to tfieif semor and middle mana* 
gers.and supervisofs. Efforts like these are forerunners in 
coihpaniesVattempts to help their employees understand 
each other and the unique attitudes, b&avior&.and habits 
representati>^ of various diltufe^ Armed^witn this infor* 
mation, managers and workers alike can be more efiTective in 
- their dealings with each other. 



Tot example, manors and supervisors need to be aware 
that methods of oneriiig praise (or critidsm) differ across 
cultures. Amerioins r^pond to^rsoinal recoenition-they 
like to be angled out for thdr acmevements. Tney are usdd 
to deag. cbmmurii(atioh-wn v^en it is to point but that 
they are doii^ somethi^ wronff. Japanese people, on the 
other hand are team players. To single biit one member df 
a group (H Japanese workers for praise (or critidsm) can 
diuse great disooinfort To mana^ a diverged work force, 
.numageins must karn to be sdisitive tb n^ differences. 

Grbssssiltund. tracing is^^^ in inter-*^ 

natipn^d. market&^^ U.S; companies are hea\% 

ragaged inmteriiational businesis, fcmning jcnnt ventures that 
requure the transfer {tf emplc^ees aoass continents. Inter- 
cufiural relationships are firamle. Countl^ hazards aie 
creatcd.ly communication problems, differences in inotiva* 
tipnal and value systems, diverse codes <tf conduct, and even 
differences in briditation to fimdma^ sudi as percep- 
tions of tune and q)ace" (Copeland 1985, p. 51). Busmieisses 
and employees need cross-cultural ski& be cbmp^tive. 
For this reason, the lead established by companies that have 
recognized the benefits bf empowering a mmticultiind woiic 
force and are working toward thns endwill offer direction to 
otheii that are just beginning to addre&s this issue. 

This I^mdsatii Issues AkH^cfA(^ resoiurces that can be 
tised in meeting the challenges posed by work force diversity. 



Print Resources 

Chan,C How to Qmtmurdcate Better mth CS^^ 

men, md Workers Whose EngUsh Is Linuied. Los 
Angeles: Los Angeles Counfy commission on Human 
Relations, 1989. (ERICDocuimentReproductidnService 
No, ED 304 942); 

Deemed for supervisors, cb-workers. aiid others, this 
booluet e9q)lores consequences of £aul^ communication, 
examination of personal assumptions, and ways to.improve. 
communication. 

Oiute, A. &, and Shatzer, L. S. "Designing for International 
Teletraining.** InltitemaSdndlTdeconjerenuAssoda^ 
1989 Yearbook. (ERIC Document Reproduction Service 
No. ED 313 017), 

Although teletr^dning canbridge geographically distant popu- 
lations, its success requires approjgriate awareness of autural 
differences and their integration m instruoiocal design. 

Copeland, L Training Americans to Do Business Over- 
seas." Thmingll, no. 7 (July 19g4): 22-33. (ERIC No. 
EJ 300 942).. 
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itions must foce ihe rddity that 
international or interccutural 




^ k/ ?Cfdsis-Cdhiral Training The Cbmbetitive 
"' TiubrngOZi m^ 7 (July 1985): 49-53* (Hfic No. 



179U)7 



niustiates some of the differences^ that cause problems for 
Americans forking with people from other countries, here 
or abroad;^ 



C6peIand:;L; ^Learning.to Manage a Kf uliicultuf al Work 
Torcc? Tmiing TS, no. 5 (May 1988a): 48-51; 55-56* 
X^GNo^m^^ ^ 

Retraining managers to supervise, develop, and retain work- 
ers from different cultural badcgrbuhos should include 
information on stereotypy and assumpticbs, unwritten rules, 
memba^q),'im^^ 

Copelaiid, L, "ValmngrDh^rsity, Part 1:: Making the Most 
of Cultural Differences at the Workplace*" Ptnomd 65, 
no/6 (June 1988b): 52H5p, (EWCm EJ 371 538). 

Himian rc^inrce managers who v^ cultural diver^tv as a 
source of ennchn^^ and oppdrtunifyLcan bring a vveaith of 
benefitsto a omps^^ 

Cppeiand, jU "Valuing Diversity, Part 2: Pioneers and 
Champions of Cbahee." FtfTRiri^ 
44^9; (ERIC No, EJ 372 989): 

Modei'cbrpbnite prc^rams to address the cultural depma- 
don of many white, male managers are desarib&iL 

Gcb^B* ^^ia^ng pivo^*** Tmiaig 21^ ho. 7 (Ji^ 

Describes ways to change orsanizationid systems, structur 
and practices to eliminate subtle barriers and eimance work- 
place:relatioiiships^^;inclu^i:^ awareness tr&ini% iattitude 
change^ and valmng diversity. 

Henry, W. IIL "Beyond the Melting Pof^ Tbhe 135, no. 
15(April9, lSW): 

In the 21st' century, radal and ethnic eroups in the United 
States will outnumber whites for the first tmie. A multidul- 
tural sooe^ will be ai challenge to sovem and educate^and^ 
the definitions of the nation^s way oflife imd institutions may 



change. 



Isomo,.S. A, and Garza, R; T. Trotestant Work Ethic 
Endorsement iamibng.Ang^^ Americans. Chicanos, and 
Medcans." Hi^anu;:J6unud cf Bdmutnd^ 9, 
M^4 (December 1987^ 41M24. (ERIC NoV EJ 370 

Ana^fzes pultund differences in orientation toward work and 
leisme'ampngethmc groups. 

OWein, V. Training the MulfirCukural Manager.* In 
Lansumes and Communidsdon for Wortd Biswiess and 
Aelnfesskms. Fnxei^gi if the Sixth 
faience. : YpsilantLv Eastern Michigan University, 1987. 
j^RIC Documdit Reproduction Service. Np..Ep 293 
349). 



A West Gerihan.electronics co^ration designed a work- 
jsHop to help managers communicate ¥ath UJS. business 
paSmieh through awareness of U.S. communication styles, 
modes of digressions value patterns, and . communication^ 
cues. \ , , 

PioeeeSt^cf the Sevfi&Anmidl Coitfmnce on Lamimes 
fairiBusinesf Wid'ff^^ Ypsilanti: ^tem 

Miclupi Univerdty, 198£ (ERIC Do^ 
tion Ser^ce No. ED 304 882). Among the 39 papers are 
the' following:^ ' 

Armstrong, R. N.; ;Sisson,iR^^ and Page, J. H. ^Cross- 
C^tvtf al Comniuniqition Traininjc; in Bu^ess: 



Sensitizing Modul^J 

Five-phase training module includes discussion of "outsider" 
eiqpenences, membership in subcultures and subgroups 
shared charaderistins of cultun^y diverse mdi^duals, cross- 
cuUtiral simulatipiyiuid debriefing; 

Ben J6seph| M* 
Instruction." 



tiid Delivering C^osis-Cultural 
'^). 

Describes a course on nuuuicement in a crossTCultural 'enw- 
ohment u^ng critical incidents, short stories, proverbs, 
games^.and films. 

bvdces, T.^ "Whar You From?*: Teachmg Cultural DifTe^- 
ences in the Business CommunicationClassroom." (ED 
304 899); " 

Preisents exerdses 'denned to reduce provindalism and 
^i^cn cultural fcmen^ 

Ogden, J. D. T>c^gning Cr6ss-<Mturd Onentation^^ 
grams for Businc^** (ED 304.901). 

A l^iay orientation workshop addresses concepts of inter- 
cultural communication, awareness of oneself as a cultural 
being, and nqny^d co^ 

Victor, D: A. TEthical Constderadons in Desigmng the 
Ihternatio&al"Business'0)mmuhicadon Course.*^ (ED 
^ 304 900). ^ 

Addresses a dacmma fadng persons working in multicultural 
situations: At what point should one reject the norms and 
values of 6ne*s own culture to accommodate those of 

another? " ^^^^^ 

Stolovitcfa, H. D:^ and Lane, M.. 'Multicultural Training: 
Designing for Affective Results." Pafonnanu and 
Lutmcdon TSi no. 6 (July 1989): 10-15. (HUC No. EJ 

398 037)i. 

Describes a multicuitural awareness proo-am for Mcmtreal 
bus drivers designed to improve tiieir attitudes tov^d and 
services to multicuitu 'stomers. 
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